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MEMORANDUM FOR: Deputy Director for Administration

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EEO to establish specific numerical EOD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated.

2. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-

- sional and technical applicants: the very small number of

minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. 1In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4, Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head
of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capability of the Office of Personnel to
recrult professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 - FY-78
Black " 10 18
Hispanic ) 4 7
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MEMORANDUM FOR: Deputy Director for Administration

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EEO to establish specific numerical EOQD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated.

2. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. 1In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4. Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head

of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first

five months of FY-77, 17% of our clerical EODs were minorities.

50

The minority objectives set forth below were arrived

at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, an!
an appraisal of the capability of the Office of Personnel to
recruit professional/technical minority candidates in 1light of
the limitations discussed in paragraph 2.

6., Objectives:
Remainder FY-77 FY-78
Black 10 18
Hispanic 4 7
7s7 E. H. Knocha'
E. H. Knoche
Distribution:
Orig § X" - Adse
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1 - DDCI
1 - DDA
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MEMORANDUM FOR: Deputy Director for Science & Technology

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT +  Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EEQ to establish specific numerical EOD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated.

2. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreclate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4. ©Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head
of the E Career Service minority employment objectives both
for the remainder of FY-77 and for I'Y-78. These objectives
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cover professional/technical individuals oaly since sinority
clerical employnment does not pose 3 problem. For the first
five months of FY-77, 17% of our clerical ¥ODs wers ninorities.

3. The minority objectives set forth below were arrived
at after sn analysis of your APP goals, estimated external
personnsl requirements, minerity EODs during the first six
months of FY-77, wminority applicants currently in process, ans
an appraisal of the capabillty of the Office of Fersonncl to
recrult professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. OUblectives:

Remsinder FY-77 FY-73%
Black 19 138
Hispanic 4 &
g E H Knr-ha

B, M, Knoche

Distribution:
Orig & ¥ - Adse
1 - ER
1 - DDCI
1 - DDA
1 - D/Pers
1 - DB/Pers/REP
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MEMORANDUM FOR: Deputy Director for Operations

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 BEAG meeting we discussed, in
depth, a proposal by D/EEQ to establish specific numerical EOD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated, '

2, The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. 1In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4. Nevertheless, I feel that more can and should Le done.
I am, therefore, assigning each Deputy Director and the Head
of the I Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capability of the Office of Personnel to
recruit professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 FY-78
Black 6 1G
Hispanic 2 -3
‘ &? E. H. Knoche

E, H. Knoche

Distribution:
Orig § 4" - Adse
1 - ER
1 - DDCI
1 - DDA
1 - D/Pers
1 - DD/Pers/REP
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MEMORANDUM FOR: Head, E Career Service

FROM : E. H, Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 Pebruary 1877 EAG meeting we discussed, in
depth, a proposal by D/EED to establish specific numerical EOL
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. Ile feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Dirzctor level and that this commit-
ment is required before minority employment can be truly
accelerated,

2, The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personncl
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-quaiified non-minority applicants.

He 2lso noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

5. I am fully aware of the difficultles facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to datec.
From 1972 through 1976, for example, the percentage of Dlacks
in the Agency has steadily risen from 5.06% to 6.95%. In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities,

4. Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the ilead
of the E Career Service mlnority employment objectives both
for the remainder of FY-77 and for FY-78, These objectives
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cover professional/technical individuals only since minority
clerical emplovment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minoxrity EODs during the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capability of the Office of Personnel to
recruit professional/technical minority candidates ia light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 FY-78
Black 1 3 :
Hispanic 1 2 §
Bh7EH Knocﬁo"?“

E. H., Knoche

Distribution:
Orig § ¥ - Adse
1 - ER i
1 - DDCI
1 - DD/A :
1 - D/Pers
1 - DD/Pers/REP |
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MEMORANDUM FOR: Deputy Director of Central Intelligence

FROM : F. W, M., Janney
Director of Personnel

SUBJECT : Minority Employment

1., Attached, for your signature, are memoranda to each
Deputy Director and the Head of the E Career Service, which
set out minority employment objectives for the remainder of
FY-1977 and for all of FY-1978.

2. We arrived at the component objectives by first
analyzing the minority goals they had earlier set out in their
APP's and their total external personnel requirements. We
then looked at the goals in 1light of our capability to recruit
professional/technical minority candidates as evidenced by
EOD's to date, minority applicants currently in process, and
the fact that the 76-77 academic recruiting season is just
about over,

3. As a result, we established an FY-77 Agency minority
employment objective of 74 -- 50 Blacks and 24 Hispanics. Of
this number, 25 EOD'd during the first six months of FY-77,
leaving a net objective of 49 for the remainder of the year.
For FY-78, the total Agency objective is 84 -- 59 Blacks and
25 Hispanics.

4. For the remainder of FY-77, the Agency objective
breaks down as follows: DDA - 14, DDSET - 14, DDI - 11, DDO ,
- B, and the E Career Service - 2. In FY-78, component objec- -
tives are: DDA - 25, DDSRT - 24, DDI - 17, DDO - 13, and the
E Career Service - 5. In the attached memoranda the goals are
set out as Black and Hispanic sub-objectives, '

5. We believe these goals represent the maximum obtain-
able under the very best of circumstances. In all candor, the
chances for success are substantially less in FY-77 than for
FY-78. We will, however, do everything we can to supply the
‘Iargest posesible input of qualified minority cases and to keep
the Minority Employment Coordinator system working as effi-
ciently as possible. -

SRS (spacdy o UL ML Jenney

T T,
S T s P VD S

F. W. M., Janney
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MEMORANDUM FOR: Deputy Director for Intelligence

FROM : E. H, Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EE0 to establish specific numerical PO&
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment, He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required befors minority employment can be truly
accelerated.

Z. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of perscnnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4. Nevertheless, I feel that more can and should be dJdone.
I am, therefore, assigning each Deputy Directer and the lead
of the I Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, and
an appralsal of the capability of the Office of Personnel to
recruit professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6, Objectives:

Remainder FY-77 FY-78
Black 6 10
Hispanic 5 7

S E K S ne ke

B. H. Knoche

Distribution:
Orig § 1 - Adse
F"- ER
1 - BbC1
A -« DDA
1 - D/Pers
1 - DD/Pers/RE&P

TR T P,
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Originator:

Director of Personnel
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MEMORANDUM FOR: Deputy Director for Science § Technology

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAC meeting we discussed, in
depth, a proposal by D/BEEDO to establish specific numerical ZOD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. He feels that thc
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated,

2. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for ninority profes-
sional and technical applicants: the very small number of
minority candldates available to fill specific Agency personncl
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
nunbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency 1In our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities,

4. Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head
of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

§. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capability of the Office of Personnel to
recrult professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 FY-78
Black 10 18
Hispanic 4 6

E. H. Knoche

Distribution:
Orig § 1 - Adse
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1 - DDCI
A - DDA
1 - D/Pers
1 - DD/Pers/R§P
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MEMORANDUM FOR: Deputy Director for Administration

FROM : E. H. Knoche
bDeputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EEQ to establish specific numerical EOD
goals over 2 three-year period in a concerted attempt to more
rapldly increase Agency nminority employment. Iie feels that the
setting of minority goals will lncrease the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated.

2, The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to £fill specific Agency persomnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
guirements, and the competition for Agency jobs from larze
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making stoady progress for the last four years.

3. 1 am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. 1In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities,

4. HNevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head
of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5. The minority ohjectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs duriang the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capability of the Office of Personnel to
recruit professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 FY-7%
Black 10 18
Hispanic 4 7

E. H. Xnoche

Distribution:
Orig &§ 1 - Adse
nJ~- ER
' 1 - DDCI
X~ - DDA
1 - D/Pers

1 - DD/Pers/REP
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MEMORANDUM FOR: Deputy Director for Operations

FROM : E. H. Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a propeosal by D/EEO to establish specific numerical EOD
goals over a three-year period in a concerted attempt to more
rapldly increase Agency minority employment. He feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated.

2, The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. 1 am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5.06% to 6.95%. In
FY-75 and FY-76, 11% and 10,8% of our total professional/
technical EODs have been minorities,

4. Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head

of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals enly since minority
clerical employment does not pose a problem. For the first
£ive months of FY-77, 17% of our clerical EODs were minorities.

5. The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in nrocess, and
an appraisal of the capability of the Office of Personnel to
recruit professional/technical minority candidates in light of

the limitations discussed in paragraph 2.

6. Ubjectives:

Remainder FY-77 *Y~78
Black 6 16
Hispanic 2 3
E., H. Knoche
Distribution:
Orig § 1 - Adse
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1.- DDCI
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1 - D/Pers
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MEMORANDUM FOR: Head, E Career Service

FROM + E. H, Knoche
Deputy Director of Central Intelligence

SUBJECT : Minority Employment

1. At the 24 February 1977 EAG meeting we discussed, in
depth, a proposal by D/EEO to establish specific numerical EOD
goals over a three-year period in a concerted attempt to more
rapidly increase Agency minority employment. 1le feels that the
setting of minority goals will increase the commitment of
managers below the Deputy Director level and that this commit-
ment is required before minority employment can be truly
accelerated,

2. The Deputy Director of Personnel pointed out the in-
herent limitations surrounding our search for minority profes-
sional and technical applicants: the very small number of
minority candidates available to fill specific Agency personnel
needs, the intense competition from other employers for those
few individuals, our relatively modest number of personnel re-
quirements, and the competition for Agency jobs from large
numbers of extremely well-qualified non-minority applicants.

He also noted that even with these limitations, the Agency has,
in fact, been making steady progress for the last four years.

3. I am fully aware of the difficulties facing this
Agency in our effort to more rapidly increase minority repre-
sentation and I certainly appreciate the progress made to date.
From 1972 through 1976, for example, the percentage of Blacks
in the Agency has steadily risen from 5,.06% to 6.95%. In
FY-75 and FY-76, 11% and 10.8% of our total professional/
technical EODs have been minorities.

4, Nevertheless, I feel that more can and should be done.
I am, therefore, assigning each Deputy Director and the Head
of the E Career Service minority employment objectives both
for the remainder of FY-77 and for FY-78. These objectives
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cover professional/technical individuals only since minority
clerical employment does not pose a problem. For the first
five months of FY-77, 17% of our clerical EODs were minorities.

5., The minority objectives set forth below were arrived
at after an analysis of your APP goals, estimated external
personnel requirements, minority EODs during the first six
months of FY-77, minority applicants currently in process, and
an appraisal of the capabllity of the Office of Personnel to
recruit professional/technical minority candidates in light of
the limitations discussed in paragraph 2.

6. Objectives:

Remainder FY-77 FY-78
Black 1 3
Hispanic 1 2

E. H. Knoche

Distribution:
Orig § 1 - Adse
& - ER
1 - DDCI
A& - DD/A
1 - D/Pers

1 - DD/Pers/REP
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MEMORANDUM FOR: Acting Dirvector of Central Intelligence

FROM : F. W. M. Janney

Director of Personnel '
SUBJECT : Minority Hiring
REFERENCE : Memo dtd 9 Feb 77 to ADCI fr D/EEO;

subject: Minority Hiiling

* You have asked for our comments on the referenced memorandim by
the Director of Equal Employment Opportumity:

1. We have restricted the thrust of our remarks to minority
: professwnal/techmcal hiring. :

a. We have consistently stated, and still be"lleve:,
that the Agency does not have a problem in recruiting
black clerical employees. As of 31 January 1977, there
wexe 587 clerical applicants 'in process." Of these,
118 were black. Ixonically, our success in hiring
minority clerical employees simultancously serves to
lower the average grade of black employees on duty
and, in turn, svuggests to some minority grade
discrimination.

b. Recruiting Hispanic clerical employees has
proved morve difficult, but we are taking additional -
steps to improve our position in this regard.

. 2. . Finding and hiring minority professional and technical employees
has been a constant challenge to the Agency since it started its minority
drive in CY 1974. We are dealmg with a numbers problem which we view
quite differently than does the Director, EEO,

“a. ‘The small nuwber of minority candidates that are
available to f£ill specific Agency personnel needs --
this requires an analysis of the outside '"‘pool™ from
which applicants are chosen;

2 cro3g
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b. - the intense competition from other employers for
those few individuals;

c. our relatively modest numbexr of new personnel
requirements; and ‘ '

d. the competition for Agency jobs from large
mmbers of extremely well-qualified, non-minority
applicants.

3. In FY 1974 the Agency entered on dut new professional/
technical employees; in FY 1975 the number was and in FY 1976 it
was Yor FY 1977 the projected figure 1 About 80 percent
of ¥ 1977 needs are for individuals with substantive skills and

experience or for academic concentration in specific areas. Examples o

are electronic engineers, physical scientists, computer scientists,
electronic technicians, foreign language specialists and graduate level
research economists. The wvemaining 20 percent of our requirements are
for generalists, mostly at the GS-07 entry level.

4. Of the professional/technical employees hired in FY 1976,
56 percent had Bachelor's degrees (most majored in engineering, math
and the physical sciences); 25 percent had Master's degrees; and
12 percent had their Ph.D.'s. Specific statistical data about minority

participation in those fields of critical importance to us are limited, -

but according to the New York Times, blacks received only 5.3 percent
of the Bachelor's degrees granted in 1974. 'They received 3.5 percent
of the Doctorates given in that year, with nearly 60 percent of such
Doctorates in the field of education. A 1973 study by the American
Council on Education shows that only one percent of the graduating -
engineers were black; there were only 110 blacks in graduate schools
who were majoring in economics and 67 blacks in graduate schools
majoring in physics. Even if these numbers have risen, they would

. still represent a very small pool from which to recruit. In sumary,
" the qualifications the Agency has heretofore sought in Agency professional/

STATINTL
STATINTL

STATINTL

technical employees are in extremely short supply in the minority market.

5. ‘To reach the small supply, our 1"en<:ruiters have substentially

increased their participation in university Minority Career Days, often -
accompanied by representatives of operating components. We are, however,

not alone in such ventures. This year at the Minority Career Day at
Michigan State University, there were approximately 250 prospective
employers from government and industry represented. At the University
of Michigan, the number of prospective employers totaled in the .

2
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neighborhood of 200. These are not isolated occurrences; even at small
black universities, the pattern is similar. We were in compétition =~
with approximately 100 other employers at both Hampton Institute and
Virginia State College. :

6. This competitive atmosphere is prevalent wherever we pursue
the high-grade minority prospect, even in our search for co-op employees.
Our co-op interests center primarily on engineering students and those
in the mathematics and computer sciences Fields. ters, too, our recruiters
are accompanied by representatives of interested operating components.
We are competing, for example, with 15 other government agencies and
111 companies from private industry at Virginia Polytechnic Institute
and State University alone.

STATINTL

8. The Director, EEO has recommended that the goal for the first
year of his proposed three-year program be 100 new black professional
and technigal employees. This figure represents 21 pexcent of the total
FY 1977 professional/technical requirements. Our statistics indicate
that to enter on duty 100 employees, the Agency must select about 300
applicants for processing, which in turn would require a minimum input
of 600 complete applicant files. Even in 1974, our best minority
recruiting year, we were able to produce only 350 black professional/
- technical applicant cases for Agency employment consideration. In the
light of this ratio, we feel the goals recammended by the Director, EEO
would require a substantial veduction of minority applicant quality and
blatently, possibly in violation of law, disregard the excellent qualifi-
-cations of substantial numbers of non-minorities. Even with lower
“standaxds, this mumber of applicants may not exist in cextain of the
major disciplines for which requirements for FY 1977 have been
established. ’

9. With regard to Hispanics, the applicant pools are even smaller.
The 1973 study previously quoted reveals that while 4.4 percent of the
total graduate school population was black, only 1.1 percent was Hispanic. .
Since 1975, when our aggressive Hispanic recruitment drive began, contacts
have been made, sources explored and developed. Two recruiting trips
have been made to Puerto Rico, which have produced tangible results; but,

3
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more importantly, have laid a solid foundation for an effective long-
term relationship. One of our Management-by-Objectives for FY 1977 is
to increase the number of qualified professional and technical Hispanic
applicants by 20 percent over the nunber of such applicants for TY 1976,
i.e., from 97 to 116. We have attached a report of our field recruiter
activity in the Hispanic area over a three-month period. I think you
will find it impressive.

10. We are planming to redirect the efforts of our field
recruiters so that still greater emphasis is given to the exploita-
tion of minority sources. We have already made attempts at approaching
the ""imner circles' of minorities on college campuses, i.e., student
leaders who appear to be able to better commmicate with minority
populations than can Placement Directors and Career Counselors. We
are finding this to be particularly true of the Hispanic population.
Black forums and similar Hispanic organizations are being contacted.
Efforts in this direction have only recently been initiated, but we
are confident that they will eventually bear fruit. In order %o ensure
moxe complete coverage of the universities in the southeast, we are
‘studying the reestablishment of a regional recruitment office in
Atlanta, Georgia, rather than attempting to cover a large and potentially
productive arca from our Washington headquarters. -

11., In sumrary, we 'ce?r-'tainly share the concemns of the Director,
EEO in the entire field of minority employment. . Our differences with
him, however, deal with the matter of timing and the facts of life,

a. On tilning, Even with all of our difficulties, over .
the last five years the percentage of blacks in the Agency
has steadily risen from 5.00 percent to 6.95 percent; STATINTL

Years © Total Agency Strength . Number of Blacks _Percentége of Blacks

1972
1973
1974
1975
1976

4
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The nuiber of blacks in the Agency has increased by 281,. -
or 35 percent, in five years. We have rcason to count on
an even better rate of growth this year. Toward this end,
our new system for handling minority applicants is working
and is bearing encouraging results, particularly the con-
tinuing increase in the number of minority applicants
"in process." As of this writing, five black professionals
and one Hispanic have either entered on duty or are
scheduled to enter on duty in February. On the basis
of our "in process'" number, we ave confident that a
year from now the proportion of Agency minorities will
be substantially increased due to the extra effort of
our recruiters and decision makers and because of the

- new Minority Employment Coordinator approach.

4 b. The numbers proposed by the Director, EEO do
not bear any relationship to the realities of the
applicant pool with which we must contend, the modest
nuber of Agency requirements, the competition from
other employers and the job competition from highly
qualified, non-minority applicants who more than
fully possess qualifications in certain disciplines.’

1Z. In light of the broader pérspective we have attempted to

~describe above, the goals specified by the Director, EEO are impossible

to achieve within the time frame proposed unless the Agency consciously

directs a lowering of employment standards. No one, :i.ncluding the

Director, EEOQ, has ever felt that we should.

Attachment
Distribution:
Orig - Adse

1 - ER
1 - DDA
1 - D/Pers .
1 - Dh/Pers
1 - D/Pers/R§P

o/ Por_\}\l] anney :bkf (16 Feb 77)
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. S ~C.C le also has been an touch
STATINTL B vhich is close to many lHispanic organizalions and which

1S passing on a number of referrals to us.

MIDWEST AREA

. M

The midwestern states have a scarcity of Hispanics who

‘are pursuing higher educations and prospects here are poor.
STATINTL . #has-advised the placement directors at all

STATINTL

STATINTL

.

STATINTL

STATINTL

| SOUTHWEST AREA™

ST phis area, represantcd by— should prove to be
- one of our more lucrative territories insofar as Hispanic-

: ‘results in the comlng months.h

universicties in his territo'ry of our needs and has also been

in touch with CSC offices in Chicago and Detroit. These are

STATINTL

more than cooperative but the referral of qualified professional

and technlcal apphcgnts is low.

+
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itment is concerned. During the week of 6 December,
%\risited'a numbex of schools to
peiL up o-op recruitment. Visited were

New Mexico State University.and the University of Texas at

El Paso, both of which have large Hispanic populations..

at St. Mary's University at San Antonio and the University of

These
visits were followed up during the same week with appearances

‘STATINTL

Texas at San Antonio where we will participate during the month-

of February in a career day presentation on the 16th which
will be folloued by recruitment interviews on the 17th.

Texas A§L'University was visited on 9 December and arrang,emvnis_
* were made for return on the 14 for intexrviewing. ..

On the same d can University at LBdinburgh was

- visited and a recruitment date was established for 15 Fcbrﬁary.{

Bill advised that all of the foregoing schools have evidenced .- S

total cooperation with our effort and he expects some gao&

Durango, Colorado; Adams State Collcge, Alamos, Colorxado;
and South Colorado State University at Pueblo. All have
invited Jack te xeturn for interviews and he plans to follow
up his contacts during the month of February. also

has velayed our needs to. the CSC offices in Salt lake City .
and Denver.

SOUTHERN CALIFORNIA®

“hdb made return visits to California State
University at Los Angeles which does not appear to be a good
source for our needs. He has also returned to San Di epo Stat

Approved For Release 2002/01/10 : CIA-RDP80-00473A000500100006-4

ROCKY MOUNTAIN AREA L MR =
whas v151ted and c11c1tcd the cooperatlon‘ 0{ the:j?ﬂi
following 1s: University of Utah; ¥Ft. Lewis College, P
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MEMORANDUM FOR: Acting Director of Central Intelligence
FROM : Director of Equal Employment Opportunity
SUBJECT : Minority Hiring

1. This memorandum contains a recommendation outlined
in paragraph 5 for your approval. '

2. The attached third quarter reports from the Black
and Hispanic Program Coordinators illustrate a regression
in total Agency recruitment and/or hiring efforts to a
level-which, if continued, could place us in competition
for last place among federal agencies with respect to the
statistical record of the employment and utilization of
minorities. As you recall, it was a comparable situation
which four years ago prompted our aggressive recruitment
and hiring efforts which resulted in our hiring 54 black
professionals in 1974. Not since that year have our
results been so favorable.

3.7 The recent procedural change which placed the
handling of selected minority applicants in the hands of
the Minority Hiring Coordinators is likely to shorten the
application review time and hasten an excessively slow
decision process. However, should this procedure prove
successful, there is little expectation that it alone will
provide a sufficient quantity of EOD's to reverse the
present downward trend.

STATINTL
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€. The DCI and the DDCI and the Deputy Directors
should make clear their intention to hold ecach Agency.
component accountable for their share of the respon-
sibility to accomplish the Agency goal. Should the
estimated quantitative goals prove to be administra-
tively infeasible for the Directorates they may of
course be adjusted. .

The DCI, DDCI and Deputy Directors should address
from the outset their understanding that '‘quotas' is
almost universally a pejorative term. Nevertheless,
in almost every area of endeavor, except that at hand,

quantitative goals are used as an effective management

tool.

In any case, the adoption of this approach would
necessitate strong management support and involve-
ment at all levels to prevent 'tokenism”, the allegati
of "reduction of standards for numbers sake,'™ or
charges of "reverse discrimination."

In short, we would be initiating a clear system
of managerial responsibility that transcends any
~concern with the quantitative goal.

6.y Should you desire further information orxr wish to

discuss these recommendations, my staff and I are at your

disposal.
3 Ge , .
Birector
Equal Employment Opportunity
Approved: '
E. H. Knoche

-

Acting Director

€
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MEMORANDUM FOR: Director, Equal Employment Opportunity

SUBJECT .. s Hispanic Program Third Quarter Regport

1. The Agency's Hispanic employees now constitute
slightly more than one percent of its total population.
We still remain one percentage point below the immediate
goal set by the Management Committee in 1975. ¥hile
there is some justification for taking pride in this
accomplishment we would be better served in examining
why we have not done better.

2. The Agency continues to receive applications
from generally well-qualified Hispanics. In recent months
the system for processing these applicants has been stream
lined; the QOffice of Personnel has created a mew staff,
and senior officials within each directorate have been
appointed as "arbiters'.to insure that each minority
applicant is given a fair hearing. Despite these 4
improvements in the mechanical aspects of recruiting and
plac1ng manTltY applicants, little progress in further-
ing the Agency's minority programs can be detected. The
answer to this failing, therefore, may be that our com-
mittment to increased minority hiring is on the wane,
particularly at the directorate level. As an example of
- this trend is the fact that of 16 Hispanics hired through
30 September, the DDO has accepted 1 (plus 1 part- tnmc),

" the DDI 4; the DDSET 4; and the DDA 7. :

. 3. The offices that have hired the most Hispanics
in the past two years are NPIC and the Office of Security.
The Director of Security has on several occasions commented
on how well his Hispanic recruits are doing. The secret
to this success, of course, lies in the fact that someone,

- in this case the Director of Security, was willing to give

a number of well-qualified applicants a chance. Unfortunately,
other office directors have been less willing to do the
same thing.’ . . i

4. Another problem is that Hispanic applicants gen-

erally do not score well on the Professional Applicant
Test Battery, used by.many offlces as one of the base Foyy

S © E2 TMPDET
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cons uerppnfyed FeRRélégsetz005/01 /10 ELARDPBY-004 7 5M0005Db406006AS vere
raisad in a hxllnguaW environment, and therefore are at

a d¢sadvantage in the testing. Serious consideration
should be given to translating the exam into Spanish

or finding another one that can bu administered moxe
equitably. * T

5. I must again point out that our poor showing
with regard to minority employment leaves us open to
justifiable criticism from Congress, the Egual ‘Enployment
Opportunity Commission, and the Civil Service Coumission,
among others. I would appreciate it if you would person-
ally reiterate your concern abkout this issue and at the
same time forcefully encourage an increase in minority

‘hiring.

Hi
Office of Equal Employment Opportunlty
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